This study aimed to determine the effective factors in organizational commitment and the relationship between happiness and organizational commitment among managers of District Four of Islamic Azad University in Iran. The research methodology consisted of a descriptive survey and a correlation study, with data gathered through questionnaires and interviews. All the 590 senior, middle, and supervisory managers of District Four of the aforementioned university were included in the sample. The reliability and the validity of the instruments used were confirmed by experts and professors, as they were by Runback's alpha coefficient. A reliability coefficient of 0.71 for the questionnaires was obtained according to the calculations. The results of the survey of 259 managers who were selected at random showed that, as a whole, there was a significant relationship between organizational commitment and happiness, especially between happiness, efficiency, and organizational commitment. The other dimensions of happiness did not show a significant relationship. What seems important is that organizational commitment and increasing productivity have a certain relationship with happiness. Thus, this relationship must be given serious consideration in efforts to improve organizational efficiency.
INTRODUCTION
Organizational commitment, productivity, and efficiency are among the most important issues in organizational management, and in general, they constitute a significant area in the socioeconomic life of developing countries. Happiness in life is one of the most important and effective factors in the promotion of organizational commitment. Given its long experience, the Islamic Azad University (IAU) has achieved a lot and is presently performing more successfully than ever. This would not have been possible, however, if not for the relentless efforts of capable and sympathetic managers who have struggled for several years with minimum expectations. It is now time for them to refresh themselves and for happiness to flush their faces. They are untiring managers, the kind the university has permanent need of, now more than ever in order for the university to reach greater heights and for the managers to enjoy the results of their effort. In this context, the question arises: How can we double the performance of this great force? There are several ways to make optimal use of this precious asset. Among these approaches, one that would benefit the managers' subordinates and students while achieving the overall purposes of the IAU would be the attainment of happiness. Numerous scientific studies reveal that happiness leads to increased job satisfaction, efficiency, and individual commitment.
Organizational commitment can be defined as a psychological state that characterizes an employee's relationship with the organization and reduces the likelihood that the employee will leave it (Allen and Meyer, 2000) . The topic has attracted a great deal of attention from both scholars and practitioners. As Allen and Meyer (2000) point out, "of the 'several work attitude' variables studied by organizational psychologists, only job satisfaction has received more research attention than organizational commitment". This wide interest is possibly due to the impact that organizational commitment has on a wide range of attitudes and behaviors with organizational relevance, such as intention to leave, turnover, punctuality, organizational citizenship behaviors, attitudes toward organizational change, and performance (Meyer and Herscovitch, 2001 ). Allen and Meyer (1991) developed one of the most-cited models of organizational commitment. This model differentiates three components of commitment: affective (emotional attachment to the organization), continuance (perceived costs associated with leaving the organization), and normative (feelings of obligation towards the organization). Each of these components contributes to strengthening the likelihood that the employee will remain in the organization, but the nature of each mindset differs from the others. Employees with a strong affective bond remain because they want to. Those with a strong continuance commitment stay because they feel they have to. Normatively committed employees remain because they feel they ought to. Pfeffer and Vega (1999) argues that the key to longterm success has been, and will continue to be, how organizations manage their employees, since creating meaningful work and otherwise keeping employees happy is central to fostering organizational effectiveness. But how do organizations know if they are keeping employees happy, motivated, and actively committed to the organization? There is no simple answer, because what we refer to as work motivation is a multidimensional concept linked to how employees interact with and views their organizations, and is reflected in the degree to which the employees feel a sense of connection, obligation, and reward in working for the organization (Allen and Meyer, 1990) .
Employee commitment indicates the sense of loyalty and obligation the employee holds toward the organization (Allen and Meyer, 1990) . Organizational commitment helps to motivate individuals to pursue collective goals rather than individual outcomes (Ellemers and Van del Heuvel, 1998) . Uchida et al. (2004) define happiness as a 'high ratio of positive to negative feelings'. Therefore, a positive and affective emotional and psychological state characterizes happiness.
Studies have found that one can see work engagement as a concept related to happiness, that happiness is an antecedent to positive organizational outcomes, and that work engagement is an antecedent of organizational commitment (Rothmann and Jordaan, 2006) .
Happiness affects all experiences of the individual. It presents the world as more secure and causes the individual to make decisions more easily and to enjoy a healthier life. The variables of happiness have become very important during recent years in the scope of personality, psychology, and management, and are proposed as being among the criteria of life quality. Creating happiness in the university reduces the Dehaghi 9461 weariness of managers on one side, and will more probably improve the conditions of those individuals related to them on the other side. With regard to the important role of happiness and its relationship with organizational commitment, desirable performance, and increased job satisfaction among managers, it seems that studying the relationship between happiness and the commitment level of managers must be done now in order to enjoy its scientific results. Although, there has been some research on the relationship between happiness and organizational commitment, there is little and limited information on the relationship between happiness and the factors affecting commitment towards the organization, management tasks, and the commitment of professionals and groups. Scientific knowledge about the possible relationship between these factors can be very valuable to the everexpanding body of knowledge linked to the managers of the university.
This study aimed to investigate the relationship between happiness and organizational commitment and likewise to investigate the predictive value of happiness for organizational commitment. The study was undertaken with following broad objective.
Objectives
To investigate the significant relationship between organizational commitment and happiness among the managers of District Four of the IAU, the following questions should be answered 1. What is the significant relationship between commitment towards the organization and happiness (and its dimensions) among managers of the IAU? 2. What is the significant relationship between commitment towards management tasks and happiness (and its dimensions) among managers of the IAU? 3. What is the significant relationship between professional commitment and happiness (and its dimensions) among managers of the IAU? 4. What is the significant relationship between group commitment and happiness (and its dimensions) among managers of the IAU?
The paper is organized as follows: introduction; literature review; research methodology; research analysis and discussion of findings; conclusion of the study.
Importance of the study
Nowadays, the educational system is responsible not just for teaching and for transferring educational matters to students, but also for creating an environment for learners to exhibit their competences and continue their qualitative and comprehensive growth. The managers of higher educational institutes play a major role in this regard. When their organizational commitment is enhanced and when they have a happy personality, they can more likely create a better environment for students, employees, and professors. In such an environment faculty members can perform their duties (and even more) more easily and students can gain knowledge and learn science in order to perform research. In this regard, Ruskin (1982) asserts that the role of happiness in organizations lies in the way its existence will lead to the organization's success, and role of managers in this regard is very sensitive.
Therefore, the role of managers in universities is important in creating a happy environment. The present study examines the relationship between commitment and the happiness of managers of District Four (D4) of the IAU, which is very important due to youngness of this organization. Generally, measuring and recognizing organizational commitment and its relationship with happiness in order to maintain and strengthen satisfaction levels and, as a result, increase the productivity of employees and professors, are very important. Moreover, it is possible to conduct more scientific planning by increasing the current information in order to improve happiness and organizational commitment in the IAU.
LITERATURE REVIEW
Since the main interest of the present research is the significant relationship between organizational commitment and happiness among managers, the literature closely related to this area is examined in this area. A literature search showed very few empirical reports on the work-related determination of effective factors in the promotion of organizational commitment among university managers. This study therefore adds to the literature by determining the significant correlation between the different types of organizational commitment and happiness among university managers with regard to commitment towards the organization, management task, professional commitment, and group commitment.
Organizational commitment
Organizational commitment refers to the attachment that individuals have towards their organizations (Mathieu and Zajac, 1990) . It refers to the loyalty of employees and their identification with the organization, as well as to the internalization of organizational goals (Mowday et al., 1988) . Mowday et al. (1988) suggest that when employees are committed to their organizations, they accept the corporate goals and values, and will do more to achieve organizational effectiveness.
Organizational commitment can be considered the willingness of employees to exert greater effort on behalf of their organizations, a strong desire to remain in their organization and accept its major goals and values (Porters et al., 1974) . Meyer and Allen (1991) state that employees feel the obligation to stay with their organization. They add that employees with a strong affective commitment remain because they want to, those with a strong continuance commitment remain because they need to, and those with normative commitment remain because they feel they ought to.
According to what has been stated, the undertaking of studies and research work is useful for the mental health of individuals, for mental health is enhanced when individuals work and is disturbed during times of inactivity or idleness. Psychologists believe that inactivity is the main source of inconveniences in societies, creating depression, disillusionment, indifference, and reduction of honor and self-confidence. Sivanathan et al. (2004) indicate that happiness in life causes job satisfaction, and the existence of these two variables increases the productivity, capability, and commitment of individuals in the organization. Research links job satisfaction to improved performance wherein individuals in positive moods are generally more creative and solve problems in more flexible ways (Flynn, 2011) .
Happiness
Happiness acts as a causal mechanism that brings about many positive states within the workplace and is at the heart of positive organizational psychology (Money et al., 2008) . Happiness in the workplace includes many different aspects, such as work engagement and job satisfaction. These, in turn, lead to several positive organizational outcomes (Fisher, 2010) . Gavin and Mason (2004) believe that happiness and positive states of people at work contribute to increased organizational success and commitment. Atashpour (2007) , in comparing the lifestyle, mental health, and happiness of high school female instructors and household women, found a significant relationship between depression and happiness; however, the relationship between corporal signs and disturbance in the social performance and happiness of the two groups did not show any significant relationship. The research conducted by Bahrami and Mokhtari (2004) , involving a survey of students of Isfahan University, illustrates a significant converse relationship between the amount of happiness and perfectionism. Dibaeeian and Karami (2007) studied the relationship between the search for meaning and happiness through a random sample from 204 students, aged 18 to 22 years, of Alameh Tabatabaee University. They used the Oxford Happiness Questionnaire (OHI), the search for meaning questionnaire, and the correlation method. They concluded that there is a significant relationship between happiness and the search for meaning (p< 0.01) and among search for meaning and life satisfaction, positive creation, health, self-efficacy, and self-respect (p <0.01).
According to Fordyce (1983) , individuals who participate in happiness education programs experience more happiness than those who do not participate. Hegel et al. (2000) conclude in their study that instilling problem-solving skills in students as a therapeutic involvement can decrease depression levels and increase adaptation levels. In a study to determine the effectiveness of happiness education on reducing blood pressure and increasing happiness in patients suffering from high blood pressure, Reeisi (2005) found that being happy reduces blood pressure. Hoyle and Slater (2001) studied the role of school masters in creating friendship and happiness in schools and reported that managers play a significant role in making students happy in school. Moreover, when these managers are more dependent on and committed to the school, they make its environment happier. Whenever the managers' sense of dependence and commitment is higher, their relationship with students is more effective, thus creating more happiness. There is no difference in this regard among male and female teachers and headmasters in terms of work experience (Phelan, 1998) . On the other hand, Gillow (2006) reported the existence of a positive and significant relationship among worker satisfaction, commitment, and happiness among members of a labor union in Kansas City in the United States.
Fisher (2010) studied happiness at work and reviewed what is known about the definition, causes, and consequences of happiness at work, drawing also on insights from the expanding positive psychology literature on happiness in general. Happiness at work includes job satisfaction, while a comprehensive measure of individual-level happiness might include work engagement, job satisfaction, and organizational commitment.
Recently, Rego et al. (2011) found that perceptions of organizational virtuousness predict affective commitment both directly and through the mediating role of predicting affective well-being.
Therefore, the role of managers in universities is important for the establishment of a happy environment. There has been little research, however, to investigate whether there is a relationship between happiness and factors of commitment towards the organization, management tasks, and professional and group commitments. Additional researches are needed on this relationship to add to the existing body of knowledge that pertains to positive psychology and the importance of positive attitude at work as they affect positive organizational outcomes.
Moreover, there has been little research on whether happiness can predict organizational commitment. This study aims to address this gap in the current literature.
The present study examines the relationship between the commitment and the happiness of managers of the IAU (D4), which has extra importance due to youngness Dehaghi 9463 of this organization. Generally, the measurement and the recognition of organizational commitment and its relationship with happiness are important in order to maintain and increase satisfaction levels and, as a result, increase the productivity of employees and professors, which, more than ever before, is an aim for the managers and heads of the IAU (D4). It is also possible to conduct more scientific planning by increasing the current information in order to improve happiness and organizational commitment in the IAU.
RESEARCH METHODOLOGY
The research method is a descriptive survey, because the researcher studies existing conditions by means of questionnaires and interviews and does not manipulate variables intentionally.
Questionnaires that measure the degree of organizational commitment, happiness, and demographic characteristics of managers were given to managers who had been included as part of the research sample. The existing information in the questionnaires was exploited after confirmation of the correlation of their results with interviews. The obtained data were then analyzed based on the current background. Finally, strategies were represented for the application of research results according to the obtained conclusions.
The statistical population included all senior, middle, and supervisory managers of the IAU (D4), which totaled 590 individuals. A pilot study was conducted on a small portion of the statistical population, comprising 21 persons for sampling where the statistical population variance was not specified. The sample volume was calculated through the Morgan and Gorgecy sampling table. Finally, 259 persons were selected at random.
Tools of data collection
Organizational commitment questionnaire of Selip Bilan (1985) and Meyer and Allen (1991) reported the validity of this questionnaire to be to 0.89 and 0.92, respectively. With respect to the views of experts and professors, Gaminian likewise confirmed the content validity of the aforementioned questionnaire.
The reliability of the organizational commitment questionnaire was reported by Bilan (1985) and Allen and Meyer (1991) to be 0.94, 0.91, and by Selip (2002) to be 0.84, respectively. Gaminian reported it as 0.91. Cronbach's alpha coefficient was also used in the present study to measure the reliability of the questionnaire. A reliability coefficient of 0.71 was obtained for the questionnaire according to the calculations.
Factor analysis accounted for 74.32% of the variance of the model for the total scale of organizational commitment, 39.3% for group commitment, 9.14% for management task, 7.90% for professional commitment, and 5.90% for commitment to the organization. The KMO co-efficiency was 0.78, and Barttelet analysis showed satisfactory results (χ 2 = 2921, p<0.004).
Happiness questionnaire of Oxford
In a study that was carried out to determine the validity of the aforementioned questionnaire with Joseph Welvisi's happiness questionnaire (1998), a coefficient of 0.54 was reported. The views of experienced professors and specialists in this field were used to determine the content validity of the questionnaire. Its content validity was confirmed as well.
The reliability of the Oxford happiness questionnaire has been repeatedly confirmed by researchers, and high coefficients have been reported in this regard. The reliability coefficient of this test has been reported by Zamani (2006) in Iran through the calculation of Cronbach's alpha coefficient equal to 0.87. A value of 0.68 was obtained in the present study after a pilot study and the variance of questions was determined through reliability coefficient.
The KMO co-efficiency for the Oxford happiness scale was 0.81, and Barttelet analysis was satisfactory (χ 2 =34351, p<0.001). All six subscales predict 83.12% of variance, 29.16% for life satisfaction, 19.04% for self-efficacy, 13.21% for peace of mind, 9.14% for self respect, 7.51% for self-control, and 5.06% for peace of mind.
Interview
The semi-structured interview was used simultaneously to be sure of the results of questionnaires at the preliminary stage. After confirmation of the results through calculation of correlation with the interview results of three clear-sighted persons only the obtained findings of the questionnaire were analyzed in the final step. The questionnaires were designed to gather data after an extensive study regarding the research topic, and their reliability and validity were calculated after the conduct of a pilot study on a group consisting of 21 persons. Questionnaires and interviews were conducted on managers, and the results were analyzed after sampling.
RESULTS AND DISCUSSION
The demographic data were obtained from the participants' responses. From 590 managers working in the IAU (D4), 259 were randomly selected and completed the survey. Of the 259 participants, 210 (81.1%) were males and 49 (18.9%) were females. In terms of educational level, 45 (17.4%) of the respondents had BAs, 160 (61.8%) had MAs, and 54 (20.8%) had PhDs. The average and the standard deviation of organizational commitment and its dimensions in the research sample were 26.08 and 3.24 for professional commitment, 38.06 and 3.76 for commitment towards the organization, 34.22 and 5.04 for commitment towards management task, 39.12 and 4.56 for group commitment, and 137.49 and 13.52 for total commitment, respectively.
The findings indicate that the managers of IAU branches (D4) obtained an average of 26.08 in terms of professional commitment (high or very high), 38.06 in terms of commitment to the organization (high or very high), 34.22 in terms of commitment to management task (high or very high), 39.12 in terms of group commitment (high or very high), and 137.49 in total average amount (high or very high) of organizational commitment. The average and the standard deviation of happiness and its dimensions in the research sample were equal to 21.60 and 3.66 for life satisfaction, 19.81 and 3.20 for feeling of happiness, 13.53 and 2.07 for self-respect, 8.13 and 1.65 for calm, 10.50 and 1.99 for feeling of control, and 2.65 and 71.0 for self-efficiency, respectively.
The aforementioned data illustrate that the average scores of the managers of IAU branches (D4) were equal to 21.60 in the life satisfaction subscale (moderate to high level) and to 19.81 (moderate to high level), 13.53 (moderate to high level), 8.103 (moderate to high level), 10.50 (moderate to high level), and 2.65 (moderate to high level) in the subscales of feeling of happiness, selfrespect, calm, sense of control, and self-efficiency, respectively. Tables 1 to 5 show the research findings.
It can be concluded from the tables that among the six subscales of happiness, the dimensions of feeling of happiness (p<0.01) and sense of self-efficiency (p<0.01) have a positive and significant relationship with organizational commitment (generally). This means that whenever there is more commitment in these two dimensions, happiness among managers of the IAU (D4) is higher as well. The relationship is not significant (p>0.05) in the other dimensions. Generally, however, there is a positive and significant relationship (p<0.05) between the total organizational commitment of managers and happiness (Table 1 shows a Pierson correlation of +0.13). Therefore, the main hypothesis is confirmed: the greater the organizational commitment of managers, the greater their happiness and vice versa.
As may be observed in Table 2 , the two dimensions of feeling of happiness (p<0.01) and self-efficiency (p<0.05) show a positive and significant relationship with commitment towards the organization (component of total organizational commitment). However, the other dimensions of happiness have no significant relationship (p>0.05). Nonetheless, overall there is a positive and significant relationship between commitment towards the organization and happiness in managers (p<0.05). This means that the more committed the managers of the IAU (D4) are, significantly higher will their happiness be and vice versa. Table 3 shows that only the subscale of self-efficiency (p<0.05) could have a positive and significant relationship with commitment towards management task. Generally, there is no significant relationship between commitment towards management task and happiness (p>0.05). Thus, there is no relationship between commitment towards management task and the happiness of managers of the IAU (D4). Table 4 shows that the subscales of life satisfaction (p<0.05), feeling of happiness (p<0.01), self-respect (p<0.05), and self-efficiency (p<0.01) have a positive and significant relationship with the subscale of professional commitment. It can be concluded that overall there is a positive and significant relationship between professional commitment and happiness (p<0.01). Therefore, the greater the professional commitment among managers in D4, the greater their happiness and vice versa.
The findings as shown in Table 5 indicate that the four dimensions of life satisfaction (p<0.05), feeling of happiness (p<0.01), self-respect (p<0.05), and self efficiency (p<0.01) among the happiness subscales have a positive and significant relationship with the group commitment of managers of the IAU (D4). In general, group commitment has a positive and significant relationship with happiness (p<0.01). Therefore, it can be 
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CONCLUSION AND RECOMMENDATIONS
Generally in this article, we learned that there are positive and significant relationships between organizational commitment, on the one hand, and happiness and the two dimensions of feeling of happiness and efficiency, on the other. What seems important is that organizational commitment and increasing productivity have a certain relationship with happiness. Thus, this relationship must be given serious consideration in the effort to improve organizational efficiency. Happiness, if attained, is a state that creates the highest motivation in the individual for activity. The IAU needs to pay attention to the happiness of its employees and managers while considering the other mentioned variables to increase their commitment towards the organization, decrease depression, and enhance their liveliness, their search for meaning, and their physical and mental health.
Shortages and pressures from competitors have exposed the dedicated managers of the IAU to stressful conditions for many years. Many factors related to happiness and commitments have probably been manipulated, and a partial weakness has been created in these two variables. It appears that at the booming period of the university, it is necessary to improve the managers' commitment so that they become more dependent on their organization and try harder to pursue its purposes. This can be achieved by changing the variables related to the managers' happiness. It is natural that if managers of any organization have a good feeling of happiness and an honest commitment to their organization, they would be interested in fulfilling the purposes of the organization and working for its growth. The findings show that there are significant relationships between commitment towards management task, professional commitment, and group commitment, and the four dimensions of happiness -life satisfaction, feeling of happiness, self-respect, and self-efficiency.
Under stressful conditions managers who feel they are efficient and can control and direct the organization will have a greater feeling of happiness. Crossing swords with such challenges will lead to a feeling of success for capable individuals, and this feeling of success will help the individual satisfy his self-fulfillment needs and enhance his happiness. Perhaps the opposite could be said of the manager who does not have the efficiency to control and direct the organization; we can expect that happiness will be packed away from his personal and working life. It seems that support and increased managerial capabilities could assist managers in this regard.
Based on the aforementioned issues, group commitment is a kind of sense of dependence and task with regard to the values, purposes, expectations, and capacities of the organization. If such a relationship exists, happiness and physical and mental health would be created in the individual, and stress and depression would be decreased. Consequently, the individual's commitment is enhanced and he can overcome the obstacles that cause absenteeism, turnover, and reduced participation in activity. This is an important and valuable contribution because there has been little research on this relationship.
Generally, the results of this study show that there is a significant relationship between organizational commitment and the feeling of happiness, efficiency, and happiness in general. Thus, it is recommended that authorities have programs for the enhancement of the happiness of managers. It is also recommended that the efficiency of managers be reinforced by offering applied educational courses and by enhancing their skills and managerial capability. Moreover, there must be programs to increase the happiness of managers in order to improve their organizational commitment.
On the other hand, the adoption of methods to enhance the sense of efficiency in managers plays a significant Dehaghi 9467 role in increasing commitment. Supporting managers under stressful conditions, particularly when too many roles are delegated to them, giving sufficient information to them about all kinds of tasks and methods for controlling conditions, offering educational courses in management in its applied and practical form, enhancing the managers' familiarity with each other in the short term through recreational camps and the exchange of information and experiences with each other, finding more efficient managerial methods and introducing and representing them to managers, developing related and psychological skills of managers, offering specialized courses like accounting and computer courses pertaining to the managers' post, and holding seminars to make managers and their families happy can increase their sense of efficiency. Meanwhile, the variable of self-respect, one of subscales of happiness, has shown a significant relationship with all kinds of commitment. It is a psychological variable and could be increased by means of specialized methods. It seems that applying such courses for the managers of the IAU (D4) could be effective in increasing their self-respect and commitment. Group commitment in this survey was a variable and had the highest prediction power. In order to enhance group commitment and then happiness in managers, it is recommended that the improvement of the working environment of employees, managers, faculty members, and students be steered in a direction that would create a kind of group sincerity through specialized actions. In such an environment managers try to improve the situation with more willingness and this helps them achieve their goals. The organization will make profit from this and will become closer to fulfilling its purposes.
Finally, managers spend most of their time in their workplace. Therefore, the present study is relevant because it tackles the issue of happiness in the workplace and its relation to organizational commitment.
The present research reports the predictive values of happiness for organizational commitment. Therefore, this study contributes to the existing literature through an increased insight into how happiness can predict organizational commitment.
The findings of this study will benefit all managers in universities. The current research will help universities improve organizational outcome and organizational commitment, specifically among managers. It will also help universities understand managers, particularly their levels of happiness and the benefits their happiness can bring.
